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DOPORUCENI KOMISE
ze dne 11. bfezna 2005
o Evropské charté pro vyzkumné pracovniky
a 0 Kodexu chovani pro prijimani vyzkumnych

pracovniki

Komise evropskych spolecenstvi,

s ohledem na Smlouvu o zaloZeni Evropského spolecenstvi, a zejména na
clanek 165 této smlouvy,

vzhledem k témto dlvodim:

(1)

(2)

(3

V lednu 2000 Komise povazovala za nutné * zaloZit Evropsky vyzkumny
prostor jako opérny bod pro budouci plisobeni Spolecenstvi v této
oblasti za GcCelem posileni a strukturalizace evropské vyzkumné poli-
tiky.

Zasedani Evropské rady v Lisabonu stanovilo pro Spolecenstvi cil

vvvvvv

znalostni ekonomikou na svéte.

Rada se zaméfila na otazky tykajici se povolani a kariéry vyzkumnych
pracovnik( uvnitf Evropského vyzkumného prostoru ve svém usne-
seni ze dne 10. listopadu 2003 ?, a zejména ocenila zamér Komise
pracovat na vytvofreni Evropské charty pro vyzkumné pracovniky
a Kodexu chovani pfi pfijimani vyzkumnych pracovnikd.

KOM(2000) 6 v konecném znéni ze dne 18. ledna 2000.

UF. vést. C 282, 25.11.2003 s.1-2. Usneseni Rady ze dne 10. listopadu 2003 (2003/C 282/01
o povolani a kariéfe vyzkumnych pracovnik( uvnitf Evropského vyzkumného prostoru).



(4)

(5)

(6)

7)

8)

(9)

3

4

Nedostatek vyzkumnych pracovnik( 3, obzvlasté v nékterych klicovych
oblastech, v blizké budoucnosti vazné ohrozi inovativni silu, znalostni
schopnosti a rist produktivity v EU a mohl by narusit dosazent cilli
stanovenych v Barceloné a Lisabonu. Proto musi Evropa vyrazné zvysit
svou pfitazlivost pro vyzkumné pracovniky a musi posilit Gcast
vyzkumnych pracovnic poskytnutim podminek nezbytnych pro
dlouhodobégjsi a pritazlivéjsi kariéry v oblasti vyzkumu a vyvoje “.

Dostatecné a dobrte rozvinuté lidské zdroje v oblasti vyzkumu a vyvoje
jsou dhelnym kamenem pro vyvoj védeckych znalosti, technického
pokroku, zvySeni kvality Zivota, zajisténi blahobytu evropskych
obc¢an( a posileni evropské konkurenceschopnosti.

Je tfeba zavést a uplatiovat nové nastroje pro kariérni ridst
vyzkumnych pracovnikd, ¢imz se pfispé&je ke zlepSeni pracovnich per-
spektiv pro vyzkumné pracovniky v Evropé.

Vyhodnéjsi a viditelnéjSi pracovni perspektivy také pfispéji
k vytvofeni kladného postoje vefejnosti vici profesi vyzkumného pra-
covnika, a tudiZ povzbudi vice mladych lidi k volbé tohoto povolani.

Konecnym politickym cilem tohoto doporuceni je pFispét rozvoji
pfitaZlivého, otevieného a trvalého evropského trhu prace pro
vyzkumné pracovniky, kde ramcové podminky umozni zaméstnat
a udrzet vysoce kvalitni vyzkumné pracovniky v prostredi, které
podpofi efektivni praci a produktivitu.

Clenské staty by se mély snaZit poskytnout vyzkumnym pracovnikiim
systémy dlouhodobého rozvoje kariéry na vSech stupnich bez ohledu
na smluvni situaci a zvolenou profesni drahu ve vyzkumu a vyvoji
a ale zajistit, aby se na vyzkumné pracovniky pohliZzelo jako na pro-
fesni skupinu tvofici nedilnou soucast instituci, v nichZ pracuji.

KOM (2003) 226 v kone¢ném znéni a SEK(2003) 489, 30.4.2003.
SEK(2005) 260.



(10) | pFes znacné asili vyvijené ¢lenskymi staty k odstranéni spravnich
a pravnich prekazek zemépisné a mezioborové mobility, mnoho
prekazek jesté pretrvava.

(11) VSechny formy mobility musi byt podporovany jako nedilna soucast
celkové politiky lidskych zdroji ve védé a vyzkumu na narodnf,
regionalni a institucionalni Grovni.

(12) Hodnota vsech forem mobility musi byt plné uznana v systémech pra-
covniho hodnoceni a kariérniho rdstu vyzkumnych pracovnikl jako
zkuSenost prospésna pro jejich profesni rozvoj.

(13) Vyvoj sladéné kariéry a politiky mobility vyzkumnych pracovnikd, ktefi
do Evropské unie pfichazeji ° nebo ji naopak opoustéji, by mél byt
pfezkouman s ohledem na situaci v rozvojovych zemich a regionech
uvnitf a vné Evropy, aby se budovani vyzkumnych kapacit v Evropské
unii nevytvarelo na (kor méné rozvinutych zemi nebo region(.

(14) Investofi nebo zaméstnavatelé vyzkumnych pracovnik(l by méli pfi
provadéni naboru zodpovidat za oteviend, priihledna a mezinarodné
srovnatelna vybérova a naborova fizeni.

(15) Spolecnost by méla ve vétsi mite ocenit odpovédnost a profesional-
ismus vyzkumnych pracovniki pfi vykonu prace na riiznych stupnich
jejich kariéry, a jejich vSestrannou dlohu v rolich znalostnich a fidicich
pracovnik{, projektovych koordinatord, fediteld, inspektor(, mentord,
poradci pro rozvoj kariéry nebo védeckych komunikator(.

(16) Toto doporucenivychazi ze zasady, Ze zaméstnavatelé nebo investofi
vyzkumnych pracovnikd maji prvotfadou povinnost zajistit dodrzovani
pozadavk( vyplyvajicich z vnitrostatnich, regionalnich nebo
odvétvovych pravnich predpisd.

> KOM(2004)178 v koneéném znéni ze dne 16. bfezna 2004.




(17) Toto doporuceni poskytuje ¢lenskym statiim, zaméstnavatellim,

investorlm a vyzkumnym pracovnik{im cenny nastroj pfi dobrovol-
ném provadéni dalSich iniciativ pro zlepSeni a posileni perspektiv
kariéry vyzkumnych pracovnikll v Evropské unii a pro zfizeni
otevieného trhu prace pro vyzkumné pracovniky.

(18) Obecné zasady a pozadavky popsané vtomto doporuceni jsou vysled-

kem verejné konzultace na nizZ se plné podileli ¢lenové Fidici skupiny
o lidskych zdrojich a mobilite,

Doporucuje:

1.

Aby se Clenské staty zaméFily na podniknuti krokid nezbytnych k tomu,
aby zaméstnavatelé nebo investofi vyzkumnych pracovnikd rozvijeli
a udrzovali pfiznivé vyzkumné prostfedi a pracovni kulturu, kde
budou jednotlivci i vyzkumné skupiny vyhodnocovany, povzbuzovany
a podporovany a budou vybaveny hmotnymi a nehmotnymi
prostfedky nezbytnymi pro dosazeni svych cili a Gkold. V této sou-
vislosti by se méla vénovat zvlastni pozornost pfipravé pracovnich
podminek a odborného vzdélavani v ranych etapach kariéry
vyzkumnych pracovnikd, coZ ovlivni budouci vybér a pfitazlivost kar-
iéry v oblasti vyzkumu a vyvoje.

Aby se v pfipadé nutnosti ¢lenské staty zaméFily na klicové kroky
k zajisSténi toho, aby zaméstnavatelé nebo investofi vyzkumnych pra-
covnik{ zlepSili metody naboru pracovnik( a systémy profesniho
vyhodnocovani za (icelem zaloZeni prihlednéjsiho, vice otevieného,
rovného a mezinarodné uznaného systému naboru a kariérniho ristu,
coz je predpokladem pro skutecny evropsky trh prace pro vyzkumné
pracovniky.

Aby clenské staty — pfi vytvareni a pfijimani svych strategif a systémd
pro rozvoj dlouhodobého rozvoje kariéry vyzkumnych pracovnikll —
vzaly fadné na védomi obecné zasady a poZzadavky podle Evropské



charty pro vyzkumné pracovniky a Kodexu chovani pfi pfijimani
vyzkumnych pracovnik( uvedenych v pfiloze a fidily se jimi.

Aby se Clenské staty zaméfily na prevzeti téchto obecnych zasad
a pozadavkd, které spadaji do jejich pravomoci, do svych narodnich
predpisovych ramcli nebo odvétvovych a/nebo institucionalnich
norem a zasad (charty a/nebo kodexy pro vyzkumné pracovniky). PFi
této Cinnosti by mély vzit v Gvahu velkou rozmanitost zakond,
pfedpisd a postupd, které v rliznych zemich a odvétvich ovlivauji
pribéh, organizaci a pracovni podminky kariéry ve vyzkumu a vyvoji.

Aby Clenské staty povazovaly tyto obecné zasady a pozadavky za
nedilnou soucast institucionalnich mechanismd zabezpecovani kval-
ity tim, Ze je budou brat jako prostfedek pro vytvoreni financnich
kritérii pro narodni/regionalni finanéni reZimy a Ze je zavedou do pro-
cesl provadéni kontrol, sledovani a vyhodnocovani verejnych sub-
jektd.

Aby Clenské staty i nadale usilovaly o pfekonani pretrvavajicich
pravnich a spravnich prekazek mobilité, v€etné meziodvétvové mobil-
ity @ mobility mezi jednotlivymi funkcemi a uvnitf funkci, s pfihléd-
nutim k rozSifeni Evropské unie.

Aby clenské staty usilovaly o zajiSténi pfiméreného socialniho
zabezpeceni pro vyzkumné pracovniky v souladu s jejich pravnim sta-
tusem. V této souvislosti musi byt vénovana zvlastni pozornost
prevoddm narokl na dlichodové zabezpeceni, at uz naroklim ze
zakona nebo dodatkovym naroklm, u vyzkumnych pracovnik, ktefi
se pohybuji mezi soukromym a statnim sektorem v jedné zemi a dale
u vyzkumnych pracovnikd, ktefi odchazeji pracovat za hranice uvnitf
Evropské unie. Tyto reZimy by mély zarucit, ze vyzkumni pracovnici,
ktefi b€hem svého Zivota zméni zaméstnani nebo prerusi pracovni
pomér, neztrati narok na socialni zabezpeceni.




10.

11.

12.

13.

Aby Clenské staty zavedly nezbytné struktury umoznujici pravidelné
prezkoumani tohoto doporuceni, jakoz i rozsahu uplatnéni Evropské
charty pro vyzkumné pracovniky a Kodexu chovani pfi pfijimani
vyzkumnych pracovnikdl ze strany zaméstnavateld, investor(
a yzkumnych pracovniki.

Aby tato kritéria pro méreni byla sestavena a schvalena spolecné
s Clenskymi staty v ramci praci uskutecnénych fidici skupinou pro lid-
ské zdroje a mobilitu.

Aby Clenské staty jako zastupci uvnitf mezinarodnich organizaci
zalozenych na mezivladni drovni vénovaly nalezitou pozornost tomuto
doporuceni pfi navrhovani strategii a pfi rozhodovani o Cinnostech
téchto organizaci.

Toto doporuceni je uréeno ¢lenskym stat(im, ale mélo by téZ slouzit
jako nastroj pro posileni socialniho dialogu, stejné jako dialogu mezi
vyzkumnymi pracovniky, zainteresovanymi stranami a spolecnosti
obecné.

Clenské staty se vyzyvaji, aby v rdmci moZnosti informovaly Komisi do
15. prosince 2005, a poté kazdy rok, o veSkerych opatrenich, ktera
pfijmou s ohledem na toto doporuceni, a aby ji informovaly o prvnich
vysledcich spojenych s jeho provadénim a poskytly ji pfiklady
osvédcenych postupd.

Toto doporuceni bude Komisi pravidelné prezkoumano v ramci
otevifené metody koordinace.

V Bruselu dne 11. bfezna 2005

Za Komisi
Janez Potocnik
Mitglied der Kommission



PRILOHA

Oddil 1
Evropska charta pro vyzkumné pracovniky

Evropska charta pro vyzkumné pracovniky je souborem obecnych zasad
a pozadavkd, které upfesnuji Glohu, odpovédnosti a prava vyzkumnych
pracovnikd, jejich zaméstnavatell a/nebo investord . Cilem charty je zajis-
tit, aby vztahy mezi vyzkumnymi pracovniky a zaméstnavateli nebo
investory pfispély k Gspéchu pfi vyvoji, transferu, sdileni a rozSifovani
znalosti a technického rozvoje a pfi rozvoji kariéry vyzkumnych pracov-
nikd. Charta si také uvédomuje hodnotu vSech forem mobility, které slouzi
ke zlepSeni pracovniho rozvoje vyzkumnych pracovnikd.

V tomto ohledu charta predstavuje ramec pro vyzkumné pracovniky,
zaméstnavatele a investory, ktery je nabada k odpovédné profesionalni
cinnosti v jejich pracovnim prostfedi a ke vzajemnému uznavani.

Charta je uréena vsem vyzkumnym pracovnik{im v Evropské unii na vSech
stupnich kariéry a pokryva vSechny oblasti vyzkumu jak ve vefejném, tak
i soukromém sektoru nezavisle na zplsobu jejich jmenovani nebo na
jejich zaméstnani 8, pravni formé jejich zaméstnavatele nebo druhu orga-
nizace nebo zafizeni, v nichZ se prace uskutecnuje. Bere v vahu cetné
Glohy vyzkumnych pracovnik, ktefi jsou zapojeni nejen do fizeni vyzkumu
a/nebo do provadéni rozvojovych ¢innosti, ale podili se i na dohledu,
instruktazi, fizeni nebo spravnich dkolech.

Charta vychazi ze zasady, ze vyzkumni pracovnici stejné jako zaméstna-
vatelé a/nebo investofi ve vyzkumu maji prvofadou povinnost se zarucit,
¢ Viz definici v oddile 3.

7 Viz definici v oddile 3.



Ze splnuji poZzadavky pfislusnych narodnich nebo regionalnich pravnich
predpisl. Pokud vyzkumni pracovnici maji postaveni a prava, ktera jsou
v rcitych ohledech vyhodnéjSi nez prava stanovena v této charté,
ustanoveni této charty nemohou byt pouZita k omezeni postaveni a jiz
nabytych prav.

Vyzkumni pracovnici, stejné jako zaméstnavatelé a investofri, ktefi se touto
chartou budou fidit, budou muset respektovat také zakladni prava
a zasady uznané Chartou zakladnich prav Evropskeé unie ®.

Ufednf véstnik C 364, 18.12.2000 s. 1-22.

10



Obecné zasady a pozadavky vztahujici se na vyzkumné
pracovniky:

Svoboda vyzkumu

Vyzkumni pracovnici by méli zaméfFit sv(ij vyzkum na blaho lidstva a na
rozSifeni hranic védeckych znalosti, pfiCemz pozivaji svobodu mysleni
a vyjadfovani a svobodu uréeni metod pouZzitych k feSeni problémi
v souladu s etickymi zasadami a postupy.

Vyzkumni pracovnici musi vSak uznat hranice této svobody, které mohou
vyplynout ze zvlastnich okolnosti vyzkumu (sem patfi dohled, poraden-
stvi a fizeni) nebo provoznich omezeni, napf. z dlivod{ rozpoctu nebo
infrastruktury nebo, obzvlasté v primyslovém odvétvi, z divod( ochrany
duSevniho vlastnictvi. Tato omezeni vsak nesmi byt v rozporu s uznanymi
etickymi zasadami a postupy, které musi vyzkumny pracovnik dodrZovat.

Etické zasady

Vyzkumni pracovnici musi dodrZzovat uznané etické postupy a zakladni
etické zasady vhodné pro jejich obor(y) a etické normy uvedené v riiznych
narodnich, odvétvovych nebo institucionalnich etickych kodexech.

Profesni odpovédnost

Vyzkumni pracovnici by méli vynalozit veSkeré asili k tomu, aby jejich
vyzkum byl prospésny pro spolecnost a neduplikoval vyzkum jiz prove-
deny nékde jinde.

Musi se vyhybat vsem druhim plagiatorstvi a dodrZovat zdsadu duSevniho
vlastnictvi a spole¢ného vlastnictvi (dajl v pfipadé vyzkumu provadéného
spole¢né s jednou nebo vice dohliZzejicimi osobami a/nebo jinymi

11
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vyzkumnymi pracovniky. Potfeba schvaleni novych pozorovani predve-
denim opakovatelnosti pokus(i nesmi byt povaZovano za plagiatorstuvi,
pokud se vyslovné uvedou (daje, které maji byt potvrzeny.

Vyzkumni pracovnici musi mit jistotu, ze pokud povéfi jinou osobu urcitym
aspektem své prace, tato osoba bude mit nezbytné schopnosti k jeho
vykonu.

Profesni pristup

Vyzkumni pracovnici by méli byt obeznameni se strategickymi cily ve své
vyzkumné oblasti, a s platebnimi mechanismy, a méli by vyzadovat
vSechna nezbytna povoleni dfive, nez zapocnou vyzkumné prace nebo
obdrZi pfistup k poskytnutym zdrojiim.

Pokud dojde ke zpoZzdéni, novému definovani nebo doplnéni vyzkumného
projektu, vyzkumni pracovnici o tom musi informovat své zaméstnavatele,
investory nebo dohliZejici osoby, a rovnéz je musi uvédomit v pfipadég, Ze
dojde z jakychkoli ddvodi k pfedéasnému ukonceni nebo pozastaveni
projektu.

Smluvni a zakonné povinnosti

Vyzkumni pracovnici na vSech stupnich musi byt obeznameni s narod-
nimi, odvétvovymi nebo institucionalnimi predpisy upravujicimi odbornou
pfipravu a/nebo pracovni podminky. Patfi sem i pfedpisy tykajici se prav
k duSevnimu vlastnictvi a dale pozadavky a podminky stanovené sponzory
nebo investory nezavisle na povaze jejich smlouvy. Vyzkumni pracovnici
pristoupi k témto pfedpisim poskytnutim pozadovanych vysledki (napf.
diplomové prace, publikaci, patent(, zprav, rozvoje novych vyrobki, atd),
jak staveno v podminkach smlouvy nebo ekvivalentniho dokumentu.



Odpovédnost

Vyzkumni pracovnici si musi byt védomi své odpovédnosti vici svym
zaméstnavateldm, investorllm nebo jinym spfiznénym vefejnym (i
soukromym subjekt(im a také, pfevazné z etickych dlvodd, vici spolecnosti
jako celku. Vyzkumni pracovnici financovani z vefejnych zdrojd jsou také
odpovédni za efektivni vyuzivani penéz danovych poplatnikd. V dlsledku
toho by se méli fidit zdsadami fadného, prihledného a efektivniho
financniho fizeni a spolupracovat pfi vsech opravnénych auditech tykajicich
se jejich vyzkumu, které provedou jejich zaméstnavatelé/investofi nebo
etické vybory.

Metody sbhéru a analyzy dat, vysledky a pfipadné i podrobné Gdaje by mély
byt pfistupné vnitfnimu a vnéjSimu prezkoumani, kdykoli to bude nutné
a pozadaji-li o to prislusné organy.

Radné postupy v oblasti vyzkumu

Vyzkumni pracovnici by méli za kaZzdych okolnosti pouZivat bezpecné pra-
covni postupy v souladu s narodnimi pravnimi predpisy, vcetné nezbytnych
opatreni pro zdravi a bezpecnost a vyhybani se nasledkidm katastrof spo-
jenych s informacni technologii, napf. pfipravou fadnych zaloznich strate-
gii. Méli by byt rovnéz obeznameni s pozadavky narodnich pravnich
predpis( tykajicimi se ochrany dajld a ochrany ddvérnych informaci,
a provadét nezbytné kroky k jejich stalému dodrzovani.

Siteni a vyuzivani vysledki

VSichni vyzkumni pracovnici by v souladu se smluvnimi ustanovenimi méli
zajistit, aby vysledky jejich vyzkumu byly Sifeny a vyuzivany, napf.
sdélovany, predavany do jinych vyzkumnych zafizeni nebo pfipadné
uvadény na trh. Zejména zkuSeni vyzkumni pracovnici by méli hrat vedouci
roli pfi zajisténi plodného vyzkumu a komercializace nebo zpfistupnéni
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jeho vysledk(l (pfipadné oboji) pokazdé, kdy se naskytne vhodna
prilezitost.

Verejny zavazek

Vyzkumni pracovnici by méli zajistit, aby s jejich vyzkumnou ¢innosti byla
obezndmena Siroka verejnost takovym zplisobem, Ze bude pochopena
nejen odborniky, a napomahat tak ke zlepSeni védnich znalosti verejnosti.
Pfimé spojeni s vefejnosti pomUZe vyzkumnym pracovnikiim |épe pocho-
pit zajem verejnosti o priority ve védé a technologii, a takeé jeji obavy.

Vztahy s dohliZzejicimi osobami

Vyzkumni pracovnici ve fazi odborného vzdélavani by méli udrzovat struk-
turované a pravidelné styky s dohliZejici osobou nebo osobami a fakult-
nimi/oborovymi zastupci, a plné téchto stykll s nimi vyuZivat.

Patfi sem pofizovani zaznami o kazdém pracovnim pokroku a vysledku
vyzkumu, obdrZeni zpétné vazby formou hodnoceni a seminafd, vyuZziti
této zpétné vazby a vykon prace v souladu se schvalenym casovym pro-
gramem, stadii, predloZzenymi a/nebo ocekavanymi vysledky vyzkumu.

Povinnosti spojené s kontrolou a fizenim

ZkuSeni vyzkumni pracovnici by méli vénovat zvlastni pozornost své
vsestranné Gloze v rolich znalostnich a Fidicich pracovnikd, projektovych
koordinator(, feditel(, inspektord, instruktor(l, poradcl pro kariérni rlist
nebo védeckych komunikatorl. Témto Gkollm by se méli vénovat na
nejvyssi odborné drovni. S ohledem na svou Glohu dohliZejicich osob
a poradcl vyzkumnych pracovnikd by zkuseni vyzkumni pracovnici méli
vybudovat konstruktivni a pozitivni vztahy se zacinajicimi vyzkumnymi
pracovniky, aby vytvofili nezbytné podminky pro efektivni predavani
informaci a pro dalsi Gspésny rozvoj kariéry vyzkumnych pracovnikd.



Nepretrzity profesni rozvoj

Vyzkumni pracovnici by se na viech stupnich povolani méli nepretrzité
snazit o soustavny rozvoj svych dovednosti a schopnosti. Toho m{ze byt
dosaZeno rdznymi prostfedky, mezi néz patfi zejména, ale nikoli vylucné,
napfiklad formalni odborna pfiprava, kurzy, konference a e-learning.
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Obecné zasady a pozadavky vztahujici
se na zaméstnavatele a investory:

Uznavani profese

VSichni vyzkumni pracovnici, ktefi se vénuji vyzkumnému povolani, by
méli byt uznavani jako pfislusnici profesni skupiny a mélo by se s nimi
odpovidajicim zplisobem jednat. Mélo by tomu tak byt jiZ na zacatku jejich
kariéry, zejména na postgradualni (rovni, a dale pak na vSech stupnich bez
ohledu na jejich zafazeni na narodni drovni (napf. zaméstnanec, post-
gradualni student, stipendista s doktorskym titulem, Grednik).

Nediskriminace

Zaméstnavatelé a/nebo investofi vyzkumnych pracovnikd nebudou
zadnym zplsobem diskriminovat vyzkumné pracovniky na zakladé
pohlavi, véku, etnického, ndrodniho nebo socialniho plvodu, ndbozenstvi
nebo viry, sexualni orientace, jazyka, zdravotniho postizenti, politickych
nazord, socialnich a ekonomickych podminek.

Vyzkumné prostredi

Vewvoe

Zaméstnavatelé a/nebo investofi by méli zajistit co nejpfinosnéjsi
vyzkumné nebo vyzkumné-vzdélavaci prostredi a poskytnout pfislusné
vybaveni, prostfedky a moznosti, zejména pro dalkovou spolupraci
prostfednictvim vyzkumnych siti, a dbat na dodrzovani narodnich nebo
odvétvovych predpisi tykajicich se zdravi a bezpecnosti ve vyzkumu.
Investofi by méli zajistit primérené zdroje na podporu dohodnutého pra-
covniho programu.



Pracovni podminky

Zameéstnavatelé a/nebo investofi by méli zajistit, aby pracovni podminky
vyzkumnych pracovnik(, véetné zdravotné postiZzenych vyzkumnych pra-
covnikd, byly v pfipadé potfeby dostatecné pruzné k GispéSnému provadéni
vyzkumu v souladu s platnymi narodnimi pravnimi predpisy a narodnimi
nebo odvétvovymi kolektivnimi smlouvami. Jejich cilem by mélo byt
poskytnuti pracovnich podminek umoZnujicich vyzkumnym pracovnikiim
obou pohlavi spojit rodinu a praci, déti a rozvoj kariéry °. Zvlastni
pozornost by mimo jiné méla byt vénovana flexibilni pracovni dobé, praci
na Castecny Gvazek a dlouhodobému volnu (sabbatical leave), stejné jako
financnim a spravnim ustanovenim, jimiz se tato ujednani fidi.

Stabilita a stalost zaméstnani

Zaméstnavatelé a/nebo investofi by méli zajistit, aby vykonnost
vyzkumnych pracovnik(i nebyla podminéna nestalosti pracovnich smluv,
a méli by se proto co nejvice snazit o zlepSeni pracovnich podminek
vyzkumnych pracovnik{ uplatiovanim a dodrZzovanim zasad a podminek
upravenych ve smérnici EU o prdci na dobu urcitou ™.

Viz SEK (2005) 260, Zeny a véda: Dokonalost a inovace— Rovnost 7en a muZ(i ve védeckém
SVete.

®  Ktera ma za cil zabrafiovat tomu, aby se se zamé&stnanci s pracovni smlouvou na dobu uréitou
zachazelo h{Fe neZ se srovnatelnymi stalymi zaméstnanci, a dale pfedchazet zneuzivani
vyplyvajicimu z opakovaného pouzivani pracovnich smluv na dobu urcitou, napoméahat
zlepSeni pfistupu zaméstnanctim na dobu urcitou k odbornému vzdélavani a zajistit, aby
zaméstnanci na dobu urcitou byli informovani o volnych stalych pracovnich mistech. Smémice
Rady 1999/70/ES o ,,Ramcové dohodé& o pracovnich pomérech na dobu urcitou” uzaviené
mezi EKOS, UNICE a CEEP, pfijata dne 28. cervna 1999.
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Financovani a mzdy

Zaméstnavatelé a/nebo investofi by méli zajistit, aby vyzkumnym pracov-
nikdm byly poskytnuty sluSné a pfitazlivé podminky financovani a/nebo
mzdové podminky s pfiméfenym a slusnym socialnim zabezpecenim
(vCetné nemocenskych davek a rodinnych pfidavkd, ddchodového
zabezpeceni a davek v nezaméstnanosti) v souladu s existujicimi narod-
nimi pravnimi prfedpisy a s narodnimi nebo oborovymi kolektivnimi smlou-
vami. Vztahuje se to na vyzkumné pracovniky na vSech stupnich povolani
vCetné vyzkumnych pracovnik( na pocatecnich stupnich, pfimérené jejich
pravnimu postaveni, vykonu a stupni kvalifikace a/nebo odpovédnosti.

Rovnovaha mezi pohlavimi *

Zaméstnavatelé a/nebo investofi by se méli snazit o vytvoreni reprezen-
tativni rovnovahy mezi pohlavimi na vsech personalnich stupnich vcetné
kontrolniho a fidiciho stupné. Této rovnovahy by mélo byt dosazeno na
zakladé politiky rovnych prilezitosti v okamZiku pfFijimani do pracovniho
poméru a béhem dalSich etap rozvoje kariéry, aniz by se vsak uprednost-
nila pred kritériem kvality a schopnosti. Aby se zajistila rovnost zachazeni,
musi byt vybérové a hodnotici vybory slozeny na zakladé pfimérené
rovnovahy mezi pohlavimi.

Rozvoj kariéry

Zaméstnavatelé a/nebo investofi by méli v ramci spravy lidskych zdroji
vypracovat zvlastni strategii pro rozvoj kariéry pro vyzkumné pracovniky na
vSech stupnich kariéry bez ohledu na jejich smluvni situaci, vCetné
vyzkumnych pracovnikd se smlouvou na dobu urcitou. Tato strategie by
méla zahrnout i dostupnost poradcd, jejichZ Gkolem je poskytovat podporu

" Viz SEK (2005) 260, Zeny a véda: Dokonalost a inovace— Rovnost Zen a muz(i ve védeckém

SVEete.



a poradenstvi pro osobni a profesionalni rozvoj vyzkumnych pracovniki,
c0Z znamena je motivovat a prispivat ke snizeni nejistoty ohledné jejich
profesni budoucnosti. VSichni vyzkumni pracovnici by méli byt obezna-
meni s témito ustanovenimi a ujednanimi.

Hodnota mobility

Zaméstnavatelé a/nebo investofi musi uznat hodnotu zemépisné,
meziodvétvové, vnitrooborové a mezioborové a virtualni > mobility mezi
verejnym a soukromym sektorem, ktera predstavuje dileZity prostfedek ke
zvySenivédeckych znalosti a pracovniho rozvoje na vSech stupnich kariéry
vyzkumného pracovnika. Mély by proto vytvofit takové mozZnosti v ramci
zvlastni strategie pro rozvoj kariéry a plné zhodnotit a uznat vSechny
zkuSenosti s mobilitou uvnitf systému vyvoje /hodnoceni kariéry.

Vyzaduje to také zfizeni nezbytnych spravnich nastrojl, které umozni
prevody subvenci a opatfeni socialniho zabezpeceni v souladu s narod-
nimi pravnimi predpisy.

Pristup ke vzdélavani a nepretrzitému rozvoji vyzkumniki

Zaméstnavatelé a/nebo investofi by méli zajistit, aby vSem vyzkumnym
pracovnikdim na vSech stupnich kariéry a bez ohledu na smluvni situaci
byla poskytnuta pfilezitost k profesnimu rozvoji a ke zlepSeni jejich
zaméstnatelnosti pfistupem k opatfenim tykajicim se nepfretrzitého rozvoje
dovednosti a schopnosti.

Tato opatfeni musi byt pravidelné posuzovana z hlediska jejich pfistup-
nosti, jejich uplatiovani a efektivnosti pro zlepSovani schopnosti, doved-
nosti a zameéstnatelnosti.

12

t.j. spoluprace na dalku prostfednictvim elektronické sité.
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Pristup k odbornému poradenstvi

Zaméstnavatelé a/nebo investori by méli zajistit, aby se vyzkumnym pra-
covnikdim na vSech stupnich kariéry a bez ohledu na smluvni situaci
poskytla moZnost odborného poradenstvi a pomoci pfi hledani zamést-
nani, a to bud v pfislusSném organu nebo ve spolupraci s jinymi struktu-
rami.

Prava dusevniho vlastnictvi

Zaméstnavatelé a/nebo investori by méli zajistit, aby vyzkumni pracov-
nici na vSech stupnich kariéry ziskali uzitek z vyuzZivani (pokud existuje)
vysledkl svého vyzkumu a vyvoje diky pravni ochrané, zejména diky
pfimérené ochrané prav duSevniho vlastnictvi véetné autorského prava.

Politiky a praktiky by mély upfesnit prava nalezejici vyzkumnym pracov-
nikdm a/nebo pfipadné jejich zaméstnavatellim nebo jinym stranam,
v€etné externich obchodnich nebo priimyslovych organizaci, podle
pfipadnych ustanoveni zvlastnich dohod o spolupraci nebo jinych dohod.

Spoluautorstvi

Organy by mély mit pfi hodnoceni zaméstnanci kladny pfistup ke spolu-
autorstvi, které je vyrazem konstruktivniho pfistupu k provadéni vyzkumu.
Zaméstnavatelé a/nebo investofi by méli proto vyvinout strategie, metody
a postupy poskytujici vyzkumnym pracovnikdm, véetné pracovnik( na
pocatku kariéry vyzkumného pracovnika, nezbytné ramcové podminky
k uplatnéni prava byt uznan a byt uvadén a/nebo citovan v souvislosti
s jejich skute¢nym pfispénim, jako spoluautor dokumentu, patentu, atd.,
a nebo zverejnovat vysledky své vlastni prace nezavisle na dohlizZejici
osobé/osobach.



Kontrola

Zaméstnavatelé a/nebo investofi by méli zajistit, aby byla jasné urcena
osoba, na niz se budou moci obracet vyzkumni pracovnici na pocatku kar-
iéry v otazkach tykajicich se vykonu pracovnich povinnosti, a informovat
o této volbé vyzkumné pracovniky.

Tato ustanoveni by méla jasné stanovit, Ze navrzené dohliZejici osoby
museji mit dostatecnou praxi v oblasti kontroly vyzkumu, dostatek ¢asu,
a dale znalosti, zkuSenosti, odbornost a odpoveédny pfistup pro poskytnuti
pfimérené podpory zacinajicimu vyzkumnému pracovniku a pro stanoveni
nezbytnych postupd k ucinéni pokrokd a k pfezkoumani, stejné jako
nezbytnych mechanism( pro zpétné vazby.

Vyuka

Vyuka je hlavnim prostfedkem pro strukturovani a Sifeni znalosti a méla by
byt povaZovana za plnohodnotnou moznost uplatnéni béhem profesni
drahy vyzkumného pracovnika. Pedagogické odpovédnosti by vsak nemély
byt pfehnané a nemély by vyzkumnému pracovnikovi branit, zejména na
pocatku kariéry, ve vyzkumné ¢innosti.

Zaméstnavatelé a/nebo investofi by méli zajistit, aby Ukoly spojené
svyukou byly fadné odménovany a brany v Gvahu v systémech profesniho
vyhodnocovani, a aby cas, ktery zkuSeni vyzkumni pracovnici vynaloZi na
odbornou pfipravu zacinajicich védeckych pracovnikd, mohl byt zapocitan
v ramci jejich pedagogického dvazku. Pro ¢innosti spojené s vyukou
a vzdélavanim by méla byt poskytnuta odborna pfiprava v ramci pracov-
niho rozvoje vyzkumnych pracovnikd.

Systém hodnoceni

Zaméstnavatelé a/nebo investofi by méli zavést pro vSechny vyzkumné
pracovniky, v€etné zkusenych vyzkumnych pracovnik(, systémy hodno-
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cenfi, které by umoznovaly pravidelné a priihledné hodnocenf pracovniho
vykonu nezavislym vyborem (u zkusenych vyzkumnych pracovniki nejlépe
mezinarodnim).

Tyto systémy hodnoceni by mély brat v dvahu jejich védeckou tvofivost
a vysledky, napf. publikace, patenty, fizeni vyzkumu, pedagogickou a lek-
torskou praci, dohled, instruktaz, narodni nebo mezinarodni spolupraci,
spravni (koly, Cinnosti spojené se zlepSovanim verejného povédomi
a mobility, a mélo by se k nim pfihliZzet pfi kariérnim postupu.

Stiznosti a odvolani

Zaméstnavatelé a/nebo investofi vyzkumnych pracovnikd by méli dbat na
pfesné urceni postupl v souladu s narodnimi pfedpisy a pravidly, pfipadné
urit jednu nezavislou osobu (typu ochrance prav) k prezkoumani
stiznosti/odvolani vyzkumnych pracovniki vcéetné konfliktd mezi
dohliZejici osobou a zacinajicimi vyzkumnymi pracovniky. Tyto postupy
by mély poskytnout vSem vyzkumnym pracovnikiim ddvérnou a neformalni
pomoc pfi feSeni pracovnich konfliktd, sporl a stiznosti, s cilem zajistit
spravedlivé a rovné zachazeni v ramci instituce a zlepSit celkovou kvalitu
pracovniho prostredi.

Ugast v rozhodovacich subjektech

Zaméstnavatelé a/nebo investofi vyzkumnych pracovnikll by méli uznat
jako zcela opravnéné a obecné zadouci zastoupeni vyzkumnych pracov-
nikl v pfislusnych informacnich, poradnich a rozhodovacich organech
instituci, pro které pracuji, aby mohli hajit a podporovat své individualni
a kolektivni zajmy na profesionalni drovni a Gc¢inné prispivat k ¢innosti
instituce ».

B Vtéto souvislosti viz také smérnici EU 2002/14/ES.



Nabor

Zaméstnavatelé a/nebo investofi by méli zarucit pfesné stanovené vstupni
a naborové normy pro vyzkumné pracovniky, obzvlasté na pocatku jejich
kariéry, které by usnadnily pfistup znevyhodnénym skupinam nebo
vyzkumnym pracovnikdm pfi navratu k vyzkumné cinnosti, v€etné uciteld
(na vSech stupnich) p¥i navratu k vyzkumné innosti.

-,

Zaméstnavatelé a/nebo investofi by se pfi jmenovani nebo pfijimani
vyzkumnych pracovnik(l méli drZet zasad stanovenych v Kodexu chovani
pro pfijimani vyzkumnych pracovnik.
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0ddil 2

Kodex chovani pro prijimani vyzkumnych pracovniki

Kodex chovani pro pfijimani vyzkumnych pracovniki sestava ze souboru
obecnych zasad a pozadavk(, které by mély byt dodrZzovany zaméstna-
vateli a/nebo instruktory pfi jmenovani nebo pfijimani vyzkumnych pra-
covnikd. Tyto zasady a pozadavky by mély zarucit dodrZzovani hodnot jako
prihlednost pFijimaciho procesu a rovné zachazeni se vSemi kandidaty,
zejména s ohledem na rozvoj atraktivniho, otevieného a trvalého evrop-
ského pracovniho trhu pro vyzkumné pracovniky, a doplnovat zasady
a pozadavky stanovené v Evropské charté pro vyzkumné pracovniky. Insti-
tuce a zaméstnavatelé pristupujici ke Kodexu chovani tim jasné prokazi
své odhodlani odpovédné a seriézné jednat a poskytovat vyzkumnym pra-
covnikdim spravedlivé ramcové podminky s jasnym cilem pfispét k rozvoji
evropského vyzkumného prostoru.

Obecné zasady a pozadavky kodexu chovani

Nabor

Zaméstnavatelé a/nebo investofi by méli stanovit oteviené *, (i¢inné,
prihledné, pfiznivé a mezinarodné srovnatelné pfijimaci postupy,
pfimérené upravené pro typ zverejnénych pracovnich mist.

Y MEly by se pouZit vdechny dostupné nastroje, zejména mezinarodni nebo svétové pfistupné

zdroje na internetovych strankach jako celoevropska brana mobility vyzkumnych pracovnikd:
http://europa.eu.int/eracareers.



Oznameni by méla obsahovat obsahly popis poZzadovanych znalosti
a dovednosti a neméla by byt pfrilis (izce specializovana, aby se neodradili
vhodni uchazeci. Zaméstnavatelé by méli pfilozit popis pracovnich pod-
minek a prava, vcetné vyhlidek kariérniho rlstu. Stanovena lhiita mezi
zverejnénim volného pracovniho mista nebo vypsanim vybérového fizeni
a datem uzaveérky pro podani pfihlasky vsak musi byt realisticka.

Vybér

Vybérové vybory by mély sloucit rozlicné odborné znalosti a dovednosti
a mély by odrazet vyvazeny pomeér mezi muzi a Zzenami, a v pfipadé
nutnosti @ moZnosti zahrnout ¢leny z rdznych odvétvi (verejného
a soukromého) a obord, zejména z jinych zemi a s odpovidajici praxi pro
ohodnoceni kandidata. V ramci moZnosti by se mél pouzit Siroky rozsah
vybérovych postupd, jako jsou externi odborné posudky a dstni pohovory.
Clenové vybérovyich vyborl by méli byt pfislusné odborné vyskoleni.

Transparentnost

Uchazeci by jesté pred vybérem méli byt informovani o vybérovém fizeni
a o kritériich vybéru, o poctu volnych mist a vyhlidkach kariérniho rlstu.
Po ukonceni vybérového fizeni by rovnéz méli byt obeznameni se silnymi
a slabymi strankami své kandidatury.

Hodnoceni zasluh

Vybérové fizeni by mélo vzit v Gvahu celkovou praxi ** kandidati. Pfestoze
je hlavni pozornost zamérena na celkové schopnosti ve vyzkumném oboru,
mél by se brat ohled i na tvofivost a stupen nezavislosti.

> Viz také Evropskou chartu pro vyzkumné pracovniky: systémy vyhodnocovani v oddile 1 tohoto

dokumentu.
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To znamena, Ze zasluhy by se mély posuzovat kvalitativné i kvantitativné
a mél by byt kladen dliraz nejen na mnoZstvi publikaci, ale i na vynikajici
vysledky ziskané béhem rozmanité profesni drahy. Podil bibliometrickych
ukazatelll by mél byt fadné vyvazen v ramci Sirsi fady hodnoticich kritérif
jako jsou vyuka, dohled, prace v kolektivu, transfer znalosti, fizeni
vyzkumnych pracovnik(l a ¢innosti spojené se zlepSovanim povédomi
verejnosti. Pro uchazece z prlimyslového prostfedi musi byt zvlastni
pozornost vénovana prispévkdm k patentdm, vyvoji a vynalezdm.

Zmény v casovém poradi Zivotopisi

PferuSenf kariéry nebo zmény v ¢asovém poradi Zivotopisl by nemély byt
posuzovany negativné, ale mélo by se na né pohliZet jako na vyvoj kariéry
a tedy jako na potencionalné hodnotny pfispévek profesniho vyvoje
vyzkumnych pracovnikd k rozmanité profesni draze. Uchazecim by proto
mélo byt povoleno pfedlozZit diikazné podloZené Zivotopisy odrazejici uce-
leny soubor dosazenych vysledk(i a vhodnou odbornou kvalifikaci pro
misto, o nezZ se uchazeji.

Uznavani zkusenosti s mobilitou

Kazda zkuSenost s mobilitou, napt. pobyt v jiné zemi/regionu nebo v jiném
vyzkumném zafizeni (vefejném nebo soukromém), nebo zména oboru i
odvétvi, at uz v ramci pocatecni odborné vyzkumné pfipravy nebo
v pozdéjsi etapé kariéry vyzkumného pracovnika, nebo zkuSenost s vir-
tualni mobilitou, by mély byt povazovany za hodnotny prispévek profes-
niho rozvoje vyzkumného pracovnika

Uznavani kvalifikace

Zaméstnavatelé a/nebo investofi by méli stanovit odpovidajici posuzovani
a hodnoceni akademické a odborné kvalifikace vcetné neformalni kvali-



fikace vsech vyzkumnych pracovnikd, zejména v ramci mezinarodni a pra-
covni mobility. Méli by se vzajemné informovat a ziskat celkovy pfehled
o pravidlech, postupech a normach upravujicich uznavani téchto kvalifikaci
a nasledné prozkoumat platné narodni pravni pfedpisy, dohody a zvlastni
pravidla pro uznavani téchto kvalifikaci vSsemi moZnymi cestami *.

Sluzebni vék

Stupen poZadované kvalifikace by mél odpovidat poZadavkim pracov-
niho mista a nemél by predstavovat vstupni prekazku. Uznavani a hod-
nocenf kvalifikaci by mélo byt zaméreno spiSe na posouzeni vysledkd,
jichz dana osoba dosahla, nez na jeji poméry nebo na poveést instituce,
v nizZ nabyla své kvalifikace. | kdyZ pracovni kvalifikace mize byt ziskana
na pocatku dlouhé kariéry, mél by byt uznan i model celoZivotniho pro-
fesniho rozvoje.

Jmenovani postdoktorandi

Instituce, které jmenuji vyzkumné pracovniky na postdoktorandské pozice,
by mély stanovit jasna pravidla a sméry pro nabor a jmenovani
vyzkumnych pracovnikll s postdoktorandskym statutsem, véetné max-
imalni délky a cil(i téchto jmenovani. Tyto zasady by mély brat v dvahu
délku predchozich postdoktorandskych pozic v jinych institucich a také
skutecCnost, Ze postdoktorandsky statut by mél byt pfechodny a mél by mit
zejména za cil poskytnout dalSi moznosti pro profesni rozvoj v ramci
védecké kariéry s vyhlidkou na dlouhodoby pracovni postup.

" Viz http://www.enic-naric.net/ pro dal3i podrobné informace o sitich NARIC (Sit Spolegenstvi

narodnich informacnich stfedisek pro akademické uznavani) a ENIC (Evropska sit informacnich
stredisek).
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Oddil 3
Definice

Vyzkumni pracovnici

Pro Gcely tohoto doporuceni se pouZije mezinarodné uznavana definice
vyzkumného pracovnika z manualu z Frascati ”. Proto jsou vyzkumni pra-
covnici charakterizovani jako

»Specialisté zapojeni do koncepce nebo vytvoreni novych znalosti, pro-
dukt, postuptl, metod a systémd, a do Fizeni dotcenych projekti. “

Toto doporuceni se tyka zejména vSech osob pracovné zapojenych do
vyzkumu a vyvoje bez ohledu na stupen jejich kariéry **, a jejich zafazeni.
Patfi sem vSechny ¢innosti v oblastech ,,zakladniho vyzkumu*, , strate-
gického vyzkumu®, ,,aplikovaného vyzkumu®, experimentalniho vyvoje
a ,transferu znalosti®, v€etné inovaci a poradenstvi, dohledu a vyuky,
fizeniznalosti a prav k dusevnimu vlastnictvi, vyuzivani vysledk( vyzkumu
nebo védecka Zurnalistika.

RozliSuji se zacinajici a zkuSeni vyzkumni pracovnici:

" Frascati Manual: ,Proposed Standard Practice for Surveys on Research and Experimental Devel-

opment®, OECD, 2002.

¥ KOM(2003) 436, ze dne 18. Eervence 2003. 2003: V§zkumni pracovnici v evropském vyzkum-

ném prostoru (ERA): Jedno povolani, mnoho uplatnént.



e Termin zacCinajici pracovnici  se vztahuje na vyzkumné pracovniky
béhem prvnich Ctyr let (ekvivalent plného Gvazku) jejich vyzkumné
praxe, vcetné odborné pripravy.

e ZkuSeni vyzkumni pracovnici * jsou definovani jako vyzkumni pra-
covnici s vice nez Ctyfletou vyzkumnou praxi (ekvivalent plného
Gvazku) po ziskani universitniho diplomu, ktery je opraviuje k dok-
torskym studiim v zemi, kde ziskali vzdélani/diplom, nebo vyzkumni
pracovnici, ktefi jiZz ziskali doktorsky titul, bez ohledu na dobu
nezbytnou k jeho ziskani.

Zameéstnavatelé

Pro Gcely tohoto doporuceni termin ,,zaméstnavatelé“ zahrnuje vSechny
verejné nebo soukromé instituce, které zaméstnavaji vyzkumné pracovniky
na smluvnim zakladé, nebo které je pfijimaji podle jinych typl smluv nebo
ujednanivcetné téch, které nezakladaji pfimé financni vztahy. Tento pfipad
se tyka predevsim vysokoskolskych instituci, kateder na fakultach, labo-
ratofi, nadaci nebo soukromych subjektd, které poskytuji vyzkumnym pra-
covnik{im vyzkumné vzdélani nebo v nichZ vyzkumni pracovnici provadéji
svlj vyzkum financovany tfeti stranou.

Investofri

Termin ,,investofi“ zahrnuje vSechny subjekty #, které poskytuji financni
zdroje (vCetné platl, cen, grantll a stipendii) vefejnym a soukromym

Y Viz pracovni program Strukturovani lidskych zdroj(i a mobility v evropském vyzkumném pros-

toru, akce Marie Curie, zvefejnéno v zafi 2004, str. 41.

* |dem, stranka 42.

* Spolecenstvi bude usilovat o splnéni zavazki stanovenych v tomto doporuceni pro pfijemce

financovéni v souvislosti s ramcovym(i) programem/programy pro vyzkum, technicky rozvoj
a demonstracnf aktivity.
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vyzkumnym institucim vcetné vysokoSkolskych instituci. Ze své pozice
mohou vyZzadovat jako zakladni podminku pro financovani, aby financov-
ané instituce vytvorily a uplatnily Gcinné strategie, postupy a mechanismy
v souladu s obecnymi zasadami a pozadavky uvedenymi v tomto
doporuceni.

Jmenovani nebo zaméstnani

Jedna se o vSechny typy smluv nebo druhy plat(, stipendii, grant(i nebo
cen financovanych treti stranou, vCetné financovani v souvislosti s ram-
covym programem nebo programy .

22

Ramcovy program nebo programy pro vyzkum, technologicky rozvoj a demonstracni aktivity.
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EUROPEAN COMMISSION

'I'he European Charter
for Researchers

'The Code of Conduct

for the Recruitment
of Researchers

Directorate-General for Research
Human resources and mobility (Marie Curie Actions)

EUR 21620



Commission Recommendation
of 11 March 2005

on the European Charter for Researchers
and on a Code of Conduct for the Recruitment
of Researchers

The Commission of the European Communities

Having regard to the Treaty establishing the European Community, and in
particular Article 165 thereof

Whereas

(1) The Commission considered it necessary in January 2000 * to estab-
lish the European Research Area as the linchpin of the Community’s
future action in this field with a view to consolidating and giving struc-
ture to a European research policy.

(2) The Lisbon European Council set the Community the objective of
becoming the most competitive and dynamic knowledge economy in
the world by 2010.

(3) The Council has addressed issues related to the profession and the
career of researchers within the European Research Area in its Resolution
of 10 November 2003 * and welcomed in particular the Commission’s
intention to work towards the development of a European Researcher’s
Charter and a Code of Conduct for the Recruitment of Researchers.

' COM(2000) 6 final of 18.1.2000.

? )0 C282, p. 1-2, of 25.11.2003. Council Resolution of 10 November 2003 (2003/C 282/01 on

the profession and the career of researchers within the European Research Area).
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(4) The identified potential shortage of researchers 3, particularly in cer-
tain key disciplines, will pose a serious threat to EU’s innovative
strength, knowledge capacity and productivity growth in the near
future and may hamper the attainment of the Lisbon and Barcelona
objectives. Consequently, Europe must dramatically improve its
attractiveness to researchers and strengthen the participation of
women researchers by helping to create the necessary conditions for
more sustainable and appealing careers for them in R&D “.

(5) Sufficient and well-developed human resources in R&D are the cor-
nerstone of advancement in scientific knowledge, technological
progress, enhancing the quality of life, ensuring the welfare of Euro-
pean citizens and contributing to Europe’s competitiveness.

(6) New instruments forthe career development of researchers should be
introduced and implemented, thus contributing to the improvement
of career prospects for researchers in Europe.

(7) Enhanced and more visible career prospects also contribute to the
building of a positive public attitude towards the researchers’ pro-
fession, and thereby encourage more young people to embark on
careers in research.

(8) The ultimate political goal of this Recommendation is to contribute to
the development of an attractive, open and sustainable European
labour market for researchers, where the framework conditions allow
for recruiting and retaining high quality researchers in environments
conducive to effective performance and productivity.

(9) Member States should endeavour to offer researchers sustainable
career development systems at all career stages, regardless of their
contractual situation and of the chosen R&D career path, and they

> COM (2003) 226 final and SEC(2003) 489 of 30.4.2003.

4 SEC (2005) 260.
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should endeavour to ensure that researchers are treated as profes-
sionals and as an integral part of the institutions in which they work.

(10) Even though Member States have made considerable efforts to over-

(11)

come administrative and legal obstacles to geographical and inter-
sectoral mobility, many of these obstacles still remain.

All forms of mobility should be encouraged as part of a comprehen-
sive human resource policy in R&D at national, regional and institu-
tional level.

(12) The value of all forms of mobility needs to be fully recognised in the

career appraisal and career advancement systems for researchers,
thus guaranteeing that such an experience is conducive to their pro-
fessional development.

(13) The development of a consistent career and mobility policy for

researchers to * and from the European Union should be considered
with regard to the situation in developing countries and regions within
and outside Europe, so that building research capacities within the
European Union does not occur at the expense of less developed
countries or regions.

(14) Funders oremployers of researchers in their role as recruiters should

(15)

5

be responsible for providing researchers with open, transparent and
internationally comparable selection and recruitment procedures.

Society should appreciate more fully the responsibilities and the pro-
fessionalism that researchers demonstrate in executing their work at
different stages of their careers and in their multi-faceted role as
knowledge workers, leaders, project coordinators, managers, super-
visors, mentors, career advisors or science communicators.

COM(2004) 178 final of 16.3.2004.
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(16) This Recommendation takes as its premise that employers or funders

of researchers have an overriding obligation to ensure that they meet
respective national, regional or sectoral legislation requirements.

(17) This Recommendation provides Member States, employers, funders

and researchers with a valuable instrument to undertake, on a vo-
luntary basis, furtherinitiatives for the improvement and consolidation
of researchers’ career prospects in the European Union and for the
creation of an open labour market for researchers.

(18) The general principles and requirements outlined in this Recommen-

dation are the fruits of a public consultation process to which the
members of the Steering Group on Human Resources and Mobility
have been fully associated,

Hereby recommends:

1.

That Member States endeavour to undertake the necessary steps to
ensure that employers or funders of researchers develop and main-
tain a supportive research environment and working culture, where
individuals and research groups are valued, encouraged and sup-
ported, and provided with the necessary material and intangible sup-
port to enable them to fulfil their objectives and tasks. Within this
context, particular priority should be given to the organisation of
working and training conditions in the early stage of the researchers’
careers, as it contributes to the future choices and attractiveness of
a careerin R&D.

That Member States endeavour to take, wherever necessary, the cru-
cial steps to ensure that employers or funders of researchers improve
the recruitment methods and career evaluation/appraisal systems in
order to create a more transparent, open, equal and internationally
accepted system of recruitment and career development as a pre-
requisite for a genuine European labour market for researchers.



That Member States - as they formulate and adopt their strategies
and systems for developing sustainable careers for researchers - take
duly into account and are guided by the general principles and
requirements, referred to as The European Charter for Researchers
and the Code of Conduct for the Recruitment of Researchers outlined
in the Annex.

That Member States endeavour to transpose these general principles
and requirements within their area of responsibility into national re-
gulatory frameworks or sectoral and/or institutional standards and
guidelines (charters and/or codes for researchers). In so doing they
should take into account the great diversity of the laws, regulations
and practices which, in different countries and in different sectors,
determine the path, organisation and working conditions of a career
in R&D.

That Member States consider such general principles and require-
ments as an integral part of institutional quality assurance mecha-
nisms by regarding them as a means for establishing funding criteria
for national/regional funding schemes, as well as adopting them for
the auditing, monitoring and evaluation processes of public bodies.

That Member States continue their efforts to overcome the persisting
legal and administrative obstacles to mobility, including those related
to intersectoral mobility and mobility between and within different
functions, taking into account an enlarged European Union.

That Member States endeavour to ensure that researchers enjoy ade-
quate social security coverage according to their legal status. Within
this context, particular attention should be paid to the portability of
pension rights, either statutory or supplementary, for researchers
moving within the public and private sectors in the same country and
also for those moving across borders within the European Union.
Such regimes should guarantee that researchers who, in the course
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10.

11.

12.

13.

of their lives, change jobs orinterrupt their careers do not unduly suf-
fer a loss of social security rights.

That Member States put in place the necessary monitoring structures
to review this Recommendation regularly, as well as to measure the
extent to which employers, funders and researchers have applied the
European Charter for Researchers and the Code of Conduct for the
Recruitment of Researchers.

That the criteria for measuring this will be established and agreed
with the Member States within the context of the work undertaken by
the Steering Group on Human Resources and Mobility.

That Member States in their role as representatives in the interna-
tional organisations established at intergovernmental level take due
account of this Recommendation when proposing strategies and tak-
ing decisions concerning the activities of those organisations.

This Recommendation is addressed to the Member States but it is
also intended as an instrument to encourage social dialogue, as well
as dialogue among researchers, stakeholders and society at large.

The Member States are invited to inform the Commission, as far as
possible, by 15th December 2005 and annually thereafter of any
measures they have taken further to this Recommendation, and to
inform it of the first results of its application as well as to provide
examples of good practice.

This Recommendation will be reviewed periodically by the Commis-
sion in the context of the Open Method of Coordination.

Done at Brussels, 11 March 2005

For the Commission
Janez PotocCnik
Member of the Commission



ANNEX

Section 1
The European Charter for Researchers

The European Charter for Researchers is a set of general principles and
requirements which specifies the roles, responsibilities and entitlements
of researchers as well as of employers and/or funders of researchers °.
The aim of the Charter is to ensure that the nature of the relationship
between researchers and employers or funders is conducive to successful
performance in generating, transferring, sharing and disseminating
knowledge and technological development, and to the career develop-
ment of researchers. The Charter also recognizes the value of all forms of
mobility as a means for enhancing the professional development of
researchers.

In this sense, the Charter constitutes a framework for researchers, employers
and funders which invites them to act responsibly and as professionals
within their working environment, and to recognise each other as such.

The Charter addresses all researchers in the European Union at all stages
of their career and covers all fields of research in the public and private
sectors, irrespective of the nature of the appointment or employment?’, the
legal status of their employer or the type of organisation or establishment
in which the work is carried out. It takes into account the multiple roles of
researchers, who are appointed not only to conduct research and/or to
carry out development activities but are also involved in supervision, men-
toring, management or administrative tasks.

®  See definition in Section 3.

7 See definition in Section 3.
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This Charter takes as its premise that researchers as well as employers
and/or funders of researchers have an overriding obligation to ensure that
they meet the requirements of the respective national or regional legisla-
tion. Where researchers enjoy a status and rights which are, in certain
respects, more favourable than those provided forin this Charter, its terms
should not be invoked to diminish the status and rights already acquired.

Researchers, as well as employers and funders, who adhere to this Char-
ter will also be respecting the fundamental rights and observe the prin-
ciples recognised by the Charter of Fundamental Rights of the European
Union @,

8 Official Journal C 364, 18.12.2000 p. 0001-0022.
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General Principles and Requirements
applicable to Researchers:

Research Freedom

Researchers should focus their research for the good of mankind and for
expanding the frontiers of scientific knowledge, while enjoying the free-
dom of thought and expression, and the freedom to identify methods by
which problems are solved, according to recognised ethical principles and
practices.

Researchers should, however, recognise the limitations to this freedom
that could arise as a result of particular research circumstances (including
supervision/guidance/management) or operational constraints, e.g. for
budgetary or infrastructural reasons or, especially in the industrial sector,
for reasons of intellectual property protection. Such limitations should
not, however, contravene recognised ethical principles and practices, to
which researchers have to adhere.

Ethical principles

Researchers should adhere to the recognised ethical practices and fun-
damental ethical principles appropriate to their discipline(s) as well as to
ethical standards as documented in the different national, sectoral or insti-
tutional Codes of Ethics.

Professional responsibility

Researchers should make every effort to ensure that their research is re-
levant to society and does not duplicate research previously carried out
elsewhere.

41



42

They must avoid plagiarism of any kind and abide by the principle of intel-
lectual property and joint data ownership in the case of research carried
out in collaboration with a supervisor(s) and/or other researchers. The
need to validate new observations by showing that experiments are repro-
ducible should not be interpreted as plagiarism, provided that the data to
be confirmed are explicitly quoted.

Researchers should ensure, if any aspect of their work is delegated, that
the person to whom it is delegated has the competence to carry it out.

Professional attitude

Researchers should be familiar with the strategic goals governing their
research environment and funding mechanisms, and should seek all ne-
cessary approvals before starting their research or accessing the resources
provided.

They should inform their employers, funders or supervisor when their
research project is delayed, redefined or completed, or give notice if it is
to be terminated earlier or suspended for whatever reason.

Contractual and legal obligations

Researchers at all levels must be familiar with the national, sectoral or
institutional regulations governing training and/or working conditions.
This includes Intellectual Property Rights regulations, and the require-
ments and conditions of any sponsor or funders, independently of the
nature of their contract. Researchers should adhere to such regulations by
delivering the required results (e.g. thesis, publications, patents, reports,
new products development, etc) as set out in the terms and conditions of
the contract or equivalent document.



Accountability

Researchers need to be aware that they are accountable towards their
employers, funders or other related public or private bodies as well as, on
more ethical grounds, towards society as a whole. In particular,
researchers funded by public funds are also accountable for the efficient
use of taxpayers’ money. Consequently, they should adhere to the prin-
ciples of sound, transparent and efficient financial management and co-
operate with any authorised audits of their research, whether undertaken
by their employers/funders or by ethics committees.

Methods of collection and analysis, the outputs and, where applicable,
details of the data should be open to internal and external scrutiny, when-
ever necessary and as requested by the appropriate authorities.

Good practice in research

Researchers should at all times adopt safe working practices, in line with
national legislation, including taking the necessary precautions for health
and safety and for recovery from information technology disasters, e.g. by
preparing proper back-up strategies. They should also be familiar with the
current national legal requirements regarding data protection and confi-
dentiality protection requirements, and undertake the necessary steps to
fulfil them at all times.

Dissemination, exploitation of results

All researchers should ensure, in compliance with their contractual
arrangements, that the results of their research are disseminated and
exploited, e.g. communicated, transferred into other research settings or,
if appropriate, commercialised. Senior researchers, in particular, are
expected to take a lead in ensuring that research is fruitful and that results
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are either exploited commercially or made accessible to the public (or
both) whenever the opportunity arises.

Public engagement

Researchers should ensure that their research activities are made known
to society at large in such a way that they can be understood by non-spe-
cialists, thereby improving the public’s understanding of science. Direct
engagement with the public will help researchers to better understand
public interest in priorities for science and technology and also the pub-
lic’s concerns.

Relation with supervisors

Researchers in their training phase should establish a structured and re-
gular relationship with their supervisor(s) and faculty/departmental rep-
resentative(s) so as to take full advantage of their relationship with them.

This includes keeping records of all work progress and research findings,
obtaining feedback by means of reports and seminars, applying such feed-
back and working in accordance with agreed schedules, milestones, deliv-
erables and/or research outputs.

Supervision and managerial duties

Senior researchers should devote particular attention to their multi-faceted
role as supervisors, mentors, career advisors, leaders, project coordina-
tors, managers or science communicators. They should perform these
tasks to the highest professional standards. With regard to their role as
supervisors or mentors of researchers, senior researchers should build up
a constructive and positive relationship with the early-stage researchers,
in order to set the conditions for efficient transfer of knowledge and for the
further successful development of the researchers’ careers.



Continuing Professional Development

Researchers at all career stages should seek to continually improve them-
selves by regularly updating and expanding their skills and competencies.
This may be achieved by a variety of means including, but not restricted to,
formal training, workshops, conferences and e-learning.
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General Principles and Requirements applicable to Employers and
Funders:

Recognition of the profession

All researchers engaged in a research career should be recognised as pro-
fessionals and be treated accordingly. This should commence at the begin-
ning of their careers, namely at postgraduate level, and should include all
levels, regardless of their classification at national level (e.g. employee,
postgraduate student, doctoral candidate, postdoctoral fellow, civil ser-
vants).

Non-discrimination

Employers and/or funders of researchers will not discriminate against
researchers in any way on the basis of gender, age, ethnic, national or
social origin, religion or belief, sexual orientation, language, disability,
political opinion, social or economic condition.

Research environment

Employers and/or funders of researchers should ensure that the most
stimulating research or research training environment is created which
offers appropriate equipment, facilities and opportunities, including for
remote collaboration over research networks, and that the national or sec-
toral regulations concerning health and safety in research are observed.
Funders should ensure that adequate resources are provided in support of
the agreed work programme.



Working conditions

Employers and/or funders should ensure that the working conditions for
researchers, including for disabled researchers, provide where appropri-
ate the flexibility deemed essential for successful research performance in
accordance with existing national legislation and with national or sectoral
collective-bargaining agreements. They should aim to provide working
conditions which allow both women and men researchers to combine fam-
ily and work, children and career °. Particular attention should be paid,
inter alia, to flexible working hours, part-time working, tele-working and
sabbatical leave, as well as to the necessary financial and administrative
provisions governing such arrangements.

Stability and permanence of employment

Employers and/or funders should ensure that the performance of
researchers is not undermined by instability of employment contracts, and
should therefore commit themselves as far as possible to improving the
stability of employment conditions for researchers, thus implementing
and abiding by the principles and terms laid down in the EU Directive on
Fixed-Term Work *.

?  See SEC (2005) 260, Women and Science: Excellence and Innovation — Gender Equality in
Science.

10

Which aims to prevent fixed-term employees from being treated less favourably than similar
permanent employees, to prevent abuse arising from the use of successive fixed-term con-
tracts, to improve access to training for fixed-term employees and to ensure that fixed-term
employees are informed about available permanent jobs. Council Directive 1999/70/EC con-
cerning the “Framework Agreement on fixed-term work” concluded by ETUC, UNICE and CEEP,
adopted on 28 June 1999.
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Funding and salaries

Employers and/or funders of researchers should ensure that researchers
enjoy fair and attractive conditions of funding and/or salaries with ade-
quate and equitable social security provisions (including sickness and
parental benefits, pension rights and unemployment benefits) in accor-
dance with existing national legislation and with national or sectoral col-
lective bargaining agreements. This mustinclude researchers at all career
stages including early-stage researchers, commensurate with their legal
status, performance and level of qualifications and/or responsibilities.

Gender balance

Employers and/or funders should aim for a representative gender balance
at all levels of staff, including at supervisory and managerial level. This
should be achieved on the basis of an equal opportunity policy at recruit-
ment and at the subsequent career stages without, however, taking prece-
dence over quality and competence criteria. To ensure equal treatment,
selection and evaluation committees should have an adequate gender
balance.

Career development

Employers and/or funders of researchers should draw up, preferably within
the framework of their human resources management, a specific career
development strategy for researchers at all stages of their career, regard-
less of their contractual situation, including for researchers on fixed-term
contracts. It should include the availability of mentors involved in provi-
ding support and guidance forthe personal and professional development
of researchers, thus motivating them and contributing to reducing any

' See SEC (2005) 260, Women and Science: Excellence and Innovation — Gender Equality in

Science.



insecurity in their professional future. All researchers should be made
familiar with such provisions and arrangements.

Value of mobility

Employers and/or funders must recognise the value of geographical, inter-
sectoral, inter- and trans-disciplinary and virtual > mobility as well as mobi-
lity between the public and private sector as an important means of
enhancing scientific knowledge and professional development at any stage
of a researcher’s career. Consequently, they should build such options into
the specific career development strategy and fully value and acknowledge
any mobility experience within their career progression/appraisal system.

This also requires that the necessary administrative instruments be putin
place to allow the portability of both grants and social security provisions,
in accordance with national legislation.

Access to research training and continuous development

Employers and/or funders should ensure that all researchers at any stage
of their career, regardless of their contractual situation, are given the
opportunity for professional development and forimproving their employ-
ability through access to measures for the continuing development of skills
and competencies.

Such measures should be regularly assessed for their accessibility, take-
up and effectiveness in improving competencies, skills and employability.

> j.e. remote collaboration over electronic networks.
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Access to career advice

Employers and/or funders should ensure that career advice and job place-
ment assistance, eitherin the institutions concerned, or through collabo-
ration with other structures, is offered to researchers at all stages of their
careers, regardless of their contractual situation.

Intellectual Property Rights

Employers and/or funders should ensure that researchers at all career
stages reap the benefits of the exploitation (if any) of their R&D results
through legal protection and, in particular, through appropriate protec-
tion of Intellectual Property Rights, including copyrights.

Policies and practices should specify what rights belong to researchers
and/or, where applicable, to their employers or other parties, including
external commercial or industrial organisations, as possibly provided for
under specific collaboration agreements or other types of agreement.

Co-authorship

Co-authorship should be viewed positively by institutions when evaluating
staff, as evidence of a constructive approach to the conduct of research.
Employers and/or funders should therefore develop strategies, practices
and procedures to provide researchers, including those at the beginning
of their research careers, with the necessary framework conditions so that
they can enjoy the right to be recognised and listed and/or quoted, in the
context of their actual contributions, as co-authors of papers, patents, etc,
orto publish their own research results independently from their supervi-
sor(s).



Supervision

Employers and/or funders should ensure that a person is clearly identified
to whom early-stage researchers can refer for the performance of their pro-
fessional duties, and should inform the researchers accordingly.

Such arrangements should clearly define that the proposed supervisors
are sufficiently expertin supervising research, have the time, knowledge,
experience, expertise and commitment to be able to offer the research
trainee appropriate support and provide for the necessary progress and
review procedures, as well as the necessary feedback mechanisms.

Teaching

Teaching is an essential means for the structuring and dissemination of
knowledge and should therefore be considered a valuable option within
the researchers’ career paths. However, teaching responsibilities should
not be excessive and should not prevent researchers, particularly at the
beginning of their careers, from carrying out their research activities.

Employers and/or funders should ensure that teaching duties are ade-
quately remunerated and taken into account in the evaluation/appraisal
systems, and that time devoted by senior members of staff to the training
of early stage researchers should be counted as part of their teaching com-
mitment. Suitable training should be provided for teaching and coaching
activities as part of the professional development of researchers.

Evaluation/appraisal systems

Employers and/or funders should introduce for all researchers, including
senior researchers, evaluation/appraisal systems for assessing their pro-
fessional performance on a regular basis and in a transparent manner by
an independent (and, in the case of senior researchers, preferably inter-
national) committee.
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Such evaluation and appraisal procedures should take due account of
their overall research creativity and research results, e.g. publications,
patents, management of research, teaching/lecturing, supervision, men-
toring, national orinternational collaboration, administrative duties, pub-
lic awareness activities and mobility, and should be taken into
consideration in the context of career progression.

Complaints/appeals

Employers and/or funders of researchers should establish, in compliance
with national rules and regulations, appropriate procedures, possibly in
the form of an impartial (ombudsman-type) person to deal with com-
plaints/appeals of researchers, including those concerning conflicts
between supervisor(s) and early-stage researchers. Such procedures
should provide all research staff with confidential and informal assistance
in resolving work-related conflicts, disputes and grievances, with the aim
of promoting fair and equitable treatment within the institution and
improving the overall quality of the working environment.

Participation in decision-making bodies

Employers and/or funders of researchers should recognise it as wholly
legitimate, and indeed desirable, that researchers be represented in the
relevant information, consultation and decision-making bodies of the insti-
tutions for which they work, so as to protect and promote their individual
and collective interests as professionals and to actively contribute to the
workings of the institution ».

B In this context see also EU Directive 2002/14/EC.



Recruitment

Employers and/or funders should ensure that the entry and admission
standards for researchers, particularly at the beginning at their careers, are
clearly specified and should also facilitate access for disadvantaged
groups or for researchers returning to a research career, including teachers
(of any level) returning to a research career.

Employers and/or funders of researchers should adhere to the principles
set out in the Code of Conduct for the Recruitment of Researchers when
appointing or recruiting researchers.
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Section 2
The Code of Conduct for the Recruitment of Researchers

The code of conduct for the recruitment of researchers consists of a set of
general principles and requirements that should be followed by employers
and/or funders when appointing or recruiting researchers. These prin-
ciples and requirements should ensure observance of values such as
transparency of the recruitment process and equal treatment of all appli-
cants, in particular with regard to the development of an attractive, open
and sustainable European labour market for researchers, and are com-
plementary to those outlined in the European Charter for Researchers.
Institutions and employers adhering to the Code of Conduct will openly
demonstrate their commitment to act in a responsible and respectable
way and to provide fair framework conditions to researchers, with a clear
intention to contribute to the advancement of the European Research Area.

General Principles and Requirements for the Code of Conduct

Recruitment

Employers and/or funders should establish recruitment procedures which
are open *, efficient, transparent, supportive and internationally compa-
rable, as well as tailored to the type of positions advertised.

¥ All available instruments should be used, in particular international or globally accessible

web-based resources such as the pan-European Researcher’'s Mobility Portal:
http://europa.eu.int/eracareers.



Advertisements should give a broad description of knowledge and com-
petencies required, and should not be so specialised as to discourage
suitable applicants. Employers should include a description of the working
conditions and entitlements, including career development prospects.
Moreover, the time allowed between the advertisement of the vacancy or
the call for applications and the deadline for reply should be realistic.

Selection

Selection committees should bring together diverse expertise and compe-
tences and should have an adequate gender balance and, where appropri-
ate and feasible, include members from different sectors (public and private)
and disciplines, including from other countries and with relevant experience
to assess the candidate. Whenever possible, a wide range of selection prac-
tices should be used, such as external expert assessment and face-to-face
interviews. Members of selection panels should be adequately trained.

Transparency

Candidates should be informed, priorto the selection, about the recruitment
process and the selection criteria, the number of available positions and the
career development prospects. They should also be informed after the selec-
tion process about the strengths and weaknesses of their applications.

Judging merit

The selection process should take into consideration the whole range of
experience ® of the candidates. While focusing on their overall potential as
researchers, their creativity and level of independence should also be
considered.

> See also The European Charter for Researchers: Evaluation/Appraisal systems in Section 1 of
this document.
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This means that merit should be judged qualitatively as well as quantita-
tively, focusing on outstanding results within a diversified career path and
not only on the number of publications. Consequently, the importance of
bibliometric indices should be properly balanced within a wider range of
evaluation criteria, such as teaching, supervision, teamwork, knowledge
transfer, management of research and innovation and public awareness
activities. For candidates from an industrial background, particular attention
should be paid to any contributions to patents, development or inventions.

Variations in the chronological order of CVs

Career breaks orvariations in the chronological order of CVs should not be
penalised, but regarded as an evolution of a career, and consequently, as
a potentially valuable contribution to the professional development of
researchers towards a multidimensional career track. Candidates should
therefore be allowed to submit evidence-based CVs, reflecting a repre-
sentative array of achievements and qualifications appropriate to the post
for which application is being made.

Recognition of mobility experience

Any mobility experience, e.g. a stay in another country/region or in another
research setting (public or private) or a change from one discipline or sector
to another, whether as part of the initial research training or at a later stage
of the research career, or virtual mobility experience, should be considered
as a valuable contribution to the professional development of a researcher.

Recognition of qualifications

Employers and/or funders should provide for appropriate assessment and
evaluation of the academic and professional qualifications, including non-
formal qualifications, of all researchers, in particular within the context of



international and professional mobility. They should inform themselves
and gain a full understanding of rules, procedures and standards gover-
ning the recognition of such qualifications and, consequently, explore
existing national law, conventions and specific rules on the recognition of
these qualifications through all available channels *.

Seniority

The levels of qualifications required should be in line with the needs of the
position and not be set as a barrier to entry. Recognition and evaluation
of qualifications should focus on judging the achievements of the person
rather than his/her circumstances or the reputation of the institution where
the qualifications were gained. As professional qualifications may be
gained at an early stage of a long career, the pattern of lifelong profes-
sional development should also be recognised.

Postdoctoral appointments

Clear rules and explicit guidelines for the recruitment and appointment of
postdoctoral researchers, including the maximum duration and the objec-
tives of such appointments, should be established by the institutions
appointing postdoctoral researchers. Such guidelines should take into
account time spentin prior postdoctoral appointments at other institutions
and take into consideration that the postdoctoral status should be
transitional, with the primary purpose of providing additional professional
development opportunities for a research career in the context of long-
term career prospects.

®  Lookat http://www.enic-naric.net/ to find more detailed information about the NARIC Network

(National Academic Recognition Information Centres) and the ENIC Network (European Network
of Information Centres).
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Section 3
Definitions

Researchers

For the purpose of this Recommendation the internationally recognised
Frascati definition of research 7 will be used. Consequently, researchers are
described as

“Professionals engaged in the conception or creation of new knowledge,
products, processes, methods and systems, and in the management of
the projects concerned.”

More specifically, this Recommendation relates to all persons professio-
nally engaged in R&D at any career stage *, regardless of their classification.
This includes any activities related to “basic research”, “strategic
research”, “applied research”, experimental development and “transfer of
knowledge” including innovation and advisory, supervisory and teaching
capacities, the management of knowledge and intellectual property rights,
the exploitation of research results or scientific journalism.

A distinction is made between Early-Stage Researcher and Experienced
Researchers:

e The term Early-Stage Researcher » refers to researchers in the first
fouryears (full-time equivalent) of their research activity, including
the period of research training.

" In: Proposed Standard Practice for Surveys on Research and Experimental Development,

Frascati Manual, OECD, 2002.

® COM (2003) 436 of 18.7. 2003: Researchers in the ERA: One profession, multiple careers.

¥ See Work Programme Structuring the European Research Area Human Resources and Mobil-
ity Marie Curie Actions, edition September 2004, page 41.



e Experienced Researchers *° are defined as researchers having at
least four years of research experience (full-time equivalent) since
gaining a university diploma giving them access to doctoral studies,
in the country in which the degree/diploma was obtained or
researchers already in possession of a doctoral degree, regardless
of the time taken to acquire it.

Employers

In the context of this Recommendation “employers” refers to all those
public or private institutions which employ researchers on a contractual
basis or which host them under other types of contracts or arrangements,
including those without a direct financial relationship. The latter refers
particularly to institutions of higher education, faculty departments, lab-
oratories, foundations or private bodies where researchers either undergo
their research training or carry out their research activities on the basis of
funding provided by a third party.

Funders

“Funders” refers to all those bodies ** which provide funding, (including
stipends, awards, grants and fellowships) to public and private research
institutions, including institutions for higher education. In this role they
might stipulate as a key condition for providing funding that the funded
institutions should have in place and apply effective strategies, practices
and mechanisms according to the general principles and requirements
presented in this Recommendation.

20

Idem, page 42.

21

The Community will endeavour to apply the commitments laid down in this Recommendation
to the receiver of funding in the context of the Framework Programme(s) for Research, Tech-
nological Development and Demonstration Activities.
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Appointment or employment

This refers to any type of contract or stipend or to a fellowship, grant or

awards financed by a third party including funding within the context of the
Framework Programme(s) *.

*2 The Framework Programme(s) for Research, Technological Development and Demonstration

Activities.
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